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Pretface

Human Resource Management provides students in human resource management
courses and practicing managers with a complete, comprehensive review of essential
personnel management concepts and techniques in a highly readable and understand-
able form. As this new edition goes to press, I feel even more strongly than I did when
I wrote the first that all managers—not just HR managers—need a strong foundation
in HR/personnel management concepts and techniques to do their jobs. Because all
managers do have personnelrelated responsibilities, I again wrote Human Resource
Management, 12th Edition, for all students of management, not just those who will
someday carry the title Human Resource Manager. This edition thus continues to focus
on the practical applications that all managers need to manage their HR-related
responsibilities. If you used the previous, 11th edition, you should be able to roll over
to the 12th more or less seamlessly; the book’s chapter outline (as well as the outline
for each individual chapter) is more or less the same. However, I've made six changes
that both instructors and students should find useful. ’

NEW TO THE 12TH EDITION

1. New Evidence-Based Human Resource Management Theme. The competitive
nature of business today means that all managers (including human resource
managers) must defend their plans and contributions in measurable terms.
Approaching problems scientifically is a learnable skill. I've rewritten Chapter 3,
“The Manager’s Role in Strategic Human Resource Management,” to include
material and a new appendix on using tools for evidence-based HR, and I've
written new Evidence-Based HR features in most chapters to present examples of
how managers manage based on facts and evidence.

2. New Managing HR in Challenging Times Features. The economic challenges
the United States and world faced starting around 2008 prompted most
employers to re-think the costs and benefits of how they delivered their
human resource services. New Managing HR in Challenging Times features in
most chapters illustrate the skills managers need to manage human resources
in challenging times.

3. New Chapter: “Managing Human Resources in Entrepreneurial Firms.” Like
most people working today, most of the students reading this book either do
or will work for small businesses. There are special issues involved with man-
aging human resources in small entrepreneurial firms. I've therefore added a
new, final Chapter 18, “Managing Human Resources in Entrepreneurial
Firms.” It contains special topics that you can use in managing human
resources in smaller firms, including using Internet and government tools to
support the HR effort.
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4. New Topics. Although I wrote this book for all managers—not just for future
human resource managers—the Society for Human Resource Management
recently listed several new suggested competencies for human resource man-
agers. Because it makes sense to do so, I've added discussions of several of
these. They include, for example, a discussion of budgets in Chapter 3 (now
titled “The Manager’s Role in Strategic Human Resource Management”) and
of coaching and talent management in Chapter 10 (now titled “Coaching,
Careers, and Talent Management”).

5. Updates and HR APPs 4 U Features. You'll find hundreds of new examples
and research references and topics, including, for example, onboarding and
mobile learning. I also updated for this edition many of the book’s figures
and tables. You’ll also find in most chapters a new feature, HR APPS 4 U.
These brief features illustrate how managers use mobile devices to support
their HR activities. I also wrote all new end-of-chapter summaries for every chap-
ter. These now provide a concise summary and quick learning review of the
material in each section of the chapter.

6. Length and Editing. Although this 12th edition has one more chapter and a
more open design, its total length is actually less than the 11th edition. Two
things account for that. One is a somewhat larger trim size. Mostly though, it
reflects the heavy editing that I did for this edition. I deleted a great deal of
redundant text, rewrote many topics to be more concise, and we worked hard
to eliminate typographical errors. I'd appreciate your comments or sugges-
tions; for textbook comments or suggestions it’s easiest to reach me at
gsdessler@gmail.com.

Everyone involved in creating this book is very proud of what we’ve achieved.
Human Resource Management is the number one or one of the top-selling books in
this market, and, as you read this, students around the world are using versions of it
in many languages, including Thai, French, Spanish, Indonesian, Russian, and both
traditional and simplified Chinese. This publication is designed to provide accurate
and authoritative information with regard to the subject matter covered, but it is not
intended to be a source of legal or other professional advice for any purpose.

KEY 12TH EDITION FEATURES

New Features
First, as noted previously, we’ve added all new material and/or features on

® evidence-based human resource management,
¢ managing HR in challenging times,

* entrepreneurship, and

e HRAPPs 4 U.

Managing the New Workforce Feature

The United States workforce is increasingly diverse. I've revised the 11th edition’s New
Workforce features, and you’ll now find Managing the New Workforce features in most chap-
ters to illustrate the skills managers need to manage today’s diverse employees.

We’ve also continued several features from the 11th edition, but integrated
them into the text, rather than presenting them as boxed features. These include
the following three features:

When You're on Your Own: HR for Line Managers and Entrepreneurs  Aimed especially at
line and small-business managers, When You re on Your Own shows managers how to, for
instance, recruit and train new employees when their HR department is too busy to
help, how to avoid committing management malpractice, how to develop a workable
pay plan and testing program, and how to create a simple training program.
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Improving Productivity Through HRIS HR managers increasingly rely on infor-
mation technology to help support their companies’ strategic aims. Integrated
Improving Productivity Through HRIS sections throughout the chapters illustrate how
managers use technology to improve the productivity of HR. For example,
one Chapter 6 section explains how managers use applicant-tracking systems
to compile Web-based resumes to test and prescreen applicants online and to
discover candidates’ hidden talents.

Know Your Employment Law Today, virtually every HR-related decision
managers make has legal implications, a fact underscored by the Human
Resource Certification Institute’s emphasis, in its exams, on candidates for
certification having a solid knowledge of employment law. Many of this
edition’s chapters therefore contain one or more integrated Employment Law
sections.

Integrated Strategic HR

This textbook was the first to provide specific, actionable explanations and
illustrations showing how to use devices such as the HR Scorecard process
(explained fully in Chapter 3) to measure HR’s effectiveness in achieving the
company’s strategic aims. In this edition, a continuing “Hotel Paris” case after
the end of each chapter gives readers practice in applying strategic human
resource management in action. We cover the core concepts of strategic HR in
Chapter 3.

Video and Comprehensive Cases

To provide faculty members with a richer and more flexible textbook, we have video
cases—one (or more) at the end of each of the book’s five parts and five longer,
comprehensive cases in an appendix at the end of the book. The in-book video cases
provide a basis for in-class discussion of 9 videos available to adopters. I wrote the
five comprehensive cases to provide students and faculty with an opportunity to discuss
and apply the book’s concepts and techniques by addressing more comprehensive
and realistic case-based issues.

SUPPLEMENTS

Instructor’s Manual This comprehensive supplement provides extensive instructional
support. The instructor’s manual includes a course planning guide and chapter guides
for each chapter in the text. The chapter guides include a chapter outline, lecture
notes, answers to discussion questions, definitions to key terms, and references to the
figures, tables, cases, and Power Point slides in the text. The instructor’s manual also
includes a video guide.

Test item File The test item file contains approximately 110 questions per chapter
including multiple-choice, true/false, and short-answer/essay-type questions.
Suggested answers, difficulty ratings, AACSB callouts, and page number references
are included for all questions.

Videos on DVD*The DVD video features video clips that bring HR issues covered
in Human Resource Management, 12th Edition, to the students’ attention and draw
them into the text materials. To give you more choices, I’ve added new videos to the
DVD that are not listed or discussed in the textbook itself, so please be sure to check
out the DVD.

* A RPTITRL, EERARE HRER (La) HEAEKLE.
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MyManagementLab" MyManagementlab (www.mymanagementlab.com) is an easy-
to-use online tool that personalizes course content and provides robust assessment
and reporting to measure student and class performance. All the resources you need
for course success are in one place—flexible and easily adapted for your course expe-
rience. Some of the resources include an e-book version of all chapters, quizzes, video
clips, and PowerPoint presentations that engage students while helping them to study

independently.

* H X My Management Lab, #5354 8F HAER (Jbs0) Indabpisg .,
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